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RECRUITMENI' AND QUALITY ACADEMIC STAFF SELECTION: 
Abstract 
THE CASE STUDY OF COVENANT UNIVERSITY 
DANIEL ESEME IDOWU GBEREVBIE 
Dept. Of Policy And Strategic Studies 
Covenant University 
Ota, Ogun State 
dgberevbie@Yahoo.com 
08023628562 
The sources from which organizations decide to select personn,el from 
are central to its ability to survive, adapt, and grow (Noe et al, 
2004: 171}. The paper examines a case study of recruitment and 
selection of quality academic staff into Covenant University. The paper 
addresses the factors that could affect recruitment sources and the 
advantages of identification of such sources. The study used the 
primary data by means of discussion with the human resource 
department (Registry} of Covenant University and secondary data by 
means of information from relevant journals, covenant university 
records and textbooks. The paper suggested ways of proper 
identification of quality academic staff recruitment sources and 
recommended that organizations such as universities should be 
proactive in the area of sourcing for competent academic staff to 
achieve the goals of the university. This it could do by i(i.entifying 
labour sources like unemployed graduates, the industries, and 
institutions of higher learning, retired senior academics and the 
provision of resources in terms of finance to hire them. 
Introduction 
The university is an institution of higher learning that provides 
high-level manpower needs to organizations whether in the public or 
private sector. Like any other organization that has its goals to 
achieve, requires quality staff. The ability of any university to take-
off and achieve its goals , is a function of its ability to attract 
competent or quality staff into its employment. 
117 
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M a j o r  p r o b l e m  f a c i n g  t h e  N i g e r i a n  u n i v e r s i t i e s  t o d a y  i s  t h a t  o f  
q u a l i t y  s t a f f i n g ,  a r i s i n g  f r o m  t h e i r  i n a b i l i t y  t o  i d e n t i f y  r e c r u i t m e n t  
s o u r c e s  f r o m .  w h e r e  e m p l o y e e s  c o u l d  b e  s e l e c t e d  a n d  t h e  f i n a n c i a l  
·  r e s o u r c e s  t o  e m p l o y  q u a l i f i e d  s t a f f  t o  a c h i e v e  t h e i r  g o a l s  a n d  
o b j e c t i v e s .  
T h e  N i g e r i a n  U n i v e r s i t i e s  c o u l d  b e  c l a s s i f i e d  i n t o  f i r s t ,  s e c o n d ,  
t h i r d  a n d  f o u r t h  g e n e r a t i o n  u n i v e r s i t i e s .  T h e  f i r s t  g e n e r a t i o n  
u n i v e r s i t i e s  a r e  t h e  u n i v e r s i t i e s  e s t a b l i s h e d  i n  t h e  c o u n t r y  b e f o r e  t h e  
1 9 7 0 s ,  t h e  s e c o n d  g e n e r a t i o n  u n i v e r s i t i e s ,  a r e  t h o s e  u n i v e r s i t i e s  
e s t a b l i s h e d  i n  t h e  1 9 7 0 s ,  t h e  t h i r d  g e n e r a t i o n  u n i v e r s i t i e s ,  a r e  t h o s e  
u n i v e r s i t i e s  e s t a b l i s h e d  e i t h e r  b y  t h e  f e d e r a l  o r  s t a t e  g o v e r n m e n t s  i n  
t h e  1 9 8 0 s  a n d  1 9 9 0 s ,  w h i l e  t h e  f o u r t h  g e n e r a t i o n  u n i v e r s i t i e s ,  a r e  
t h o s e  u n i v e r s i t i e s  e s t a b l i s h e d  i n  t h e  l a t e  1 9 9 0 s  a n d  2 0 0 0 s  m a i n l y  b y  
p r i v a t e  i n d i v i d u a l s  o r  o r g a n i z a t i o n s .  O n e  t h i n g  t h a t  i s  c o m m o n  t o  a l l  
t h e s e  u n i v e r s i t i e s  i n  N i g e r i a  i s  t h e  p r o b l e m  o f  q u a l i t y  m a n p o w e r  i n  
t e r m s  o f  s k i l l ,  h i g h e r  e d u c a t i o n a l  q u a l i f i c a t i o n  a n d  e x p e r i e n c e .  
T h e  N i g e r i a n  u n i v e r s i t i e s ,  i r r e s p e c t i v e  o f  t h e  t i m e  t h e y  w e r e  
e s t a b l i s h e d ,  s u b j e c t  t h e i r  c o u r s e s / p r o g r a m m e s  f o r  a c c r e d i t a t i o n  b y  
t h e  N a t i o n a l  U n i v e r s i t y  C o m m i s s i o n  ( N U C )  f r o m  t i m e  t o  t i m e .  I t  i s  
t h e  c o u r s e  a c c r e d i t a t i o n  t h a t  d e t e r m i n e s  t h e  r a t i n g  o f  a n y  u n i v e r s i t y .  
T h e  f a c t o r s  c o n s i d e r e d  b y  t h e  N U C  d u r i n g  i t s  a c c r e d i t a t i o n  o f  
p r o g r a m m e s  i n  t h e  N i g e r i a n  u n i v e r s i t i e s  i n c l u d e  a m o n g  o t h e r  t h i n g s :  
r a t i o  o f  s t a f f  t o  s t u d e n t s  a n d  t h e  q u a l i t y  o f  s t a f f  i n  t e r m s  o f  h i g h e r  
e d u c a t i o n a l  q u a l i f i c a t i o n s ,  s k i l l s  a n d  e x p e r i e n c e .  I n  t i m e  p a s t ,  s o m e  
u n i v e r s i t y  c o u r s e s  h a v e  f a i l e d  N U C  a c c r e d i t a t i o n  d u e  t o  t h e i r  
i n a b i l i t y  t o  a t t r a c t  q u a l i t y  s t a f f ,  w h i c h  i s  p a r t l y  d u e  t o  t h e  p r o b l e m s  
i n h e r e n t .  i n  t h e i r  p r o c e s s  o f  s t a f f  r e c r u i t m e n t /  s e l e c t i o n  n a m e l y ;  
n e p o t i s m ,  i n s u f f i c i e n t  f i n a n c i a l  r e s o u r c e s  a n d  i m p r o p e r  
i d e n t i f i c a t i o n  o f  r e c r u i t m e n t  s o u r c e s .  J  
T h e  s t u d y  a d d r e s s e d  t h e  w a y  C o v e n a n t  U n i v e r s i t y  o n e  o f  t h e  
f o u r t h  g e n e r a t i o n  u n i v e r s i t i e s  i n  N i g e r i a ,  h a v e  h a n d l e d  i t s  s t a f f  
r e c r u i t m e n t /  s e l e c t i o n  i n  t h e  p a s t  t h r e e  y e a r s .  F u r t h e r  m o r e ,  i t  
a d d r e s s e d  t h e  m o d a l i t i e s  p u t  i n  p l a c e  b y  t h e  u n i v e r s i t y  t o  o v e r c o m e  
t h e  m a n p o w e r  p r o b l e m s  i n  t h e  u n i v e r s i t y .  I n  a d d i t i o n ,  t h e  p a p e r  
s h a l l  a t t e m p t  t o  f i n d  o u t  w h e t h e r  a d e q u a t e  i d e n t i f i c a t i o n  o f  l a b o u r  
s o u r c e s  b y  C o v e n a n t  U n i v e r s i t y  h a s  f a c i l i t a t e d  q u a l i t y  s t a f f  
r e c r u i t m e n t /  s e l e c t i o n ,  a n d  t o  s e e  t h e  e x t e n t  i t  h a s  e n h a n c e d  t h e  
a c c r e d i t a t i o n  o f  c o u r s e s / p r o g r a m m e s  p r e s e n t e d  t o  t h e  N a t i o n a l  
U n i v e r s i t y  C o m m i s s i o n  b y  t h e  u n i v e r s i t y .  
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Gberevbie, D.E.I: Recruitment and Quality Academic Staff Selection 
Given the nature of our paper, we are depending on primary 
sources of data inform of interview with the department of human 
resources (Registry) of the university and secondary data largely 
from relevant journals, Covenant University records and textbooks. 
However, we have presented some of our data in tables for easy 
understanding. 
The paper is divided into nine sections: Section two examined the 
literature review and theoretical framework. Section three focused on 
recruitment sources. Section four looked at the relationship between 
staff recruitment/ selection policies of organizations and labour 
market characteristics. Section five addressed the factors that affect 
the general labour market. Section six examined the benefits of 
adequate identification of recruitment sources to organizations. 
Section seven looked at the linkage between labour sourcing decision 
and organizational performance. Section eight focused on the case 
study of new universities overcoming labour sourcing problem, and 
Section nine contains the conclusion and the way forward. 
Conceptual Clarification and Literature Review 
In a paper of thid nature, it would be appropriate to clarify 
certain concepts that will enable us understand the topic under 
consideration. 
Staff Recruitment - This is a serious organizational affair any 
where in the word. This is because it has been discovered that the 
success and failure of an organization to a greater extent depends on 
the quality of the workforce of the organization arising from the level 
importance attached to the recruitment of its workforce. Cascio 
(2003:201) argues that 
Recruitment is a form of business competition, and it 
is fiercely competitive, just as corporations compete to 
develop, manufacture, and market the best product or 
service, so they must also compete to identify, attract, 
and hire the most qualified people. 
Barber (1998) sees staff recruitment as consisting of any practice 
or activity carried on by the organization with the primary purpose of 
identifying and attracting potential employees. As important as staff 
recruitment is to the successful realization of the competent 
workforce in the organization, organizations do not have the same 
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O l i a n  a n d  R y n e s  ( 1 9 8 4 )  p o s i t  t h a t  b e c a u s e  o f  d i f f e r e n c e s  i n  t h e  
c o m p a n i e s '  s t r a t e g i e s  ( e i t h e r  i n f o r m  o f  o w n e r s h i p  a n d  o b j e c t i v e  o f  t h e  
o r g a n i z a t i o n } ,  m a k e s  o r g a n i z a t i o n s  m o r e  o f t e n  t o  a s s i g n  d i f f e r e n t  
d e g r e e s  o f  i n t e r e s t  t o  s t a f f  r e c r u i t m e n t .  '  
R e c r u i t m e n t  S o u r c e s :  A c c o r d i n g  t o  R e y n o l d  e t  a l  a s  c i t e d  i n  C a s c i o  
( 2 0 0 3 : 2 0 4 ) ,  r e c r u i t m e n t  s o u r c e s  o r  t h e  l a b o u r  m a r k e t  · i s  a  
g e o g r a p h i c a l  a r e a  w i t h i n  w h i c h  t h e  f o r c e s  o f  l a b o u r  s u p p l y  ( p e o p l e  
l o o k i n g  f o r  w o r k )  i n t e r a c t  w i t h  t h e  f o r c e s  o f  l a b o u r  d e m a n d  
( e m p l o y e r s  l o o k i n g  f o r  p e o p l e )  a n d  t h e r e b y  d e t e r m i n e  t h e  p r i c e  o f  
l a b o u r .  
O n  h i s  p a r t ,  Y e s u f u  ( 2 0 0 0 :  1 1 4 )  s e e s  r e c r u i t m e n t  s o u r c e s  o r  t h e  
l a b o u r  m a r k e t  a s  r e f e r s  t o  a l l  t h e  i n s t i t u t i o n s  a n d  m e t h o d s  b y  w h i c h  
p e r s o n s  t h a t  a r e  d e s i r o u s  o f  p r o d u c t i v e  e m p l o y m e n t  a r e  p u t  i n  t o u c h  
w i t h  o n e  o r  m o r e  p r o s p e c t i v e  o r  p r o b a b l e  e m p l o y e r s .  S u c h  
a r r a n g e m e n t s  a c c o r d i n g  t o  h i m  s e r v e  t o  s o u .r c e  s u i t a b l e  e m p l o y e e s  t o  
f i l l  v a c a n t  p o s i t i o n s  t h a t  a r e  k n o w n  t o  e x i s t  o r  t h a t  m a y  b e  n o t i f i e d  
b y  e m p l o y e r s .  H e  p o s i t s  t h a t ,  " A n  e f f i c i e n t  l a b o u r  m a r k e t  m u s t  b e  
e a s i l y  a c c e s s i b l e  t o  b o t h  u n e m p l o y e d  p e r s o n s  s e e k i n g  w o r k ,  a n d  a l l  
t h e  p o s s i b l e  e m p l o y i n g  e s t a b l i s h m e n t s  a n d  p r o s p e c t i v e  i n d i v i d u a l  
e m p l o y e r s . "  H e  a r g u e d  f u r t h e r :  
A  l a b o u r  m a r k e t  i n  f u n c t i o n a l  t e r m s  i s  
o n e  t h a t  c a t e r s  f o r  e c o n o m i c a l l y  
i d e n t i f i a b l e  o r  o c c u p a t i o n a l l y  s t r a t i f i e d  
l a b o u r  t h a t  d i s p l a y s  c o m p a r a t i v e  l e v e l s  
o f  e d u c a t i o n  a n d  t r a i n i n g ,  
s u b s t i t u t a b i l i t y  a n d  c o n s e q u e n t l y  
c o m m a n d s  c o m p a r a t i v e  w a g e s  o r  
s a l a r i e s  ( Y e s u f u ,  2 0 0 0 :  1 1 4 } .  
E f f i c i e n t  r e c r u i t m e n t  s o u r c e  o r  l a b o u r  m a r k e t  c a n  t h u s  b e  
s t r a t i f i e d  b a s i c a l l y  b y  r e f e r e n c e  t o  i n d u s t r y ,  a s  w e l l  a s  v e r t i c a l l y  w i t h  
r e g a r d s  t o  o c c u p a t i o n s  a n d  p r o f e s s i o n s  t h a t  a r e  c o m p a r a b l e  i n  t e r m s  
o f  e d u c a t i o n ,  t r a i n i n g ,  t e c h n i c a l  a n d  m a n a g e m e n t  r e s p o n s i b i l i t i e s  
a n d  a l s o ,  a s s u m e d  l e v e l s  o f  p r o d u c t i v i t y  a n d  c o m p a r a t i v e  i n c o m e s  
( Y e s u f u ,  2 0 0 0 :  1 1 5 ) .  O n  o u r  p a r t ,  r e c r u i t m e n t  s o u r c e s  c a n  b e  s a i d  t o  
b e  b o t h  i n s t i t u t i o n s  a n d  g e o g r a p h i c a l  a r e a  w h e r e  t h o s e  w h o  a r e  
s e e k i n g  f o r  e m p l o y m e n t  a r e  a v a i l a b l e  f o r  t h e  e m p l o y e r  e i t h e r  w i t h i n  a  
s h o r t - t e r m  o r  l o n g - t e r m  a n d  a r e  r e a d y  t o  w o r k  f o r  t h e  
a c c o m p l i s h m e n t  o f  t h e  g o a l s  a n d  o b j e c t i v e s  o f  e m p l o y e r s .  
1 2 0  
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Gberevbte, D.E.I: Recruitment and Quality Academic Stciff Selection 
Cascio (2003:205) has observed that in a tight labour market, 
the demand by employers exceeds the available supply of worker, 
thus tends to exert upward pressure on wage. On the other hand, in 
a loose labour market the reverse is the case - the supply of workers 
exceeds employer's demand, exerting downward pressure on wages. 
He identified some factors that are important for defining the limits 
of a recruitment sources or the labour market as: 
a. Geography; 
b. Education and I or technical background required to perform 
a job; 
c. Industry; 
d. Licencing or certification requirements; and 
e. Union membership. 
Staff Selection: Robbins and Coulter (1999:347-348) see staff 
selection as an exercise in prediction. It seeks to predict which 
applicants will be successful if hired. They pointed out that success 
in this case means performing well on the criteria the organization 
uses to evaluate employees. They identified the following as means 
which the organization can u se to predict whether applicants will 
perform well on the job or not; application form, written tests, 
performai'lce simulation tests, interview, background investigations 
and physical examination. 
According to Etomi (2002:26), staff selection is the process 
through which those who are recruited by the organization to serve 
as candidates are winnowed down to the few who are hired, or 
identifying the candidates from the recruitment pool who best meet 
organizational requirements for employment. Byars and Rue 
(2004:160) on their part see staff selection as the process of choosing 
from among available applicants - the individuals who are most 
likely to successfully perform a job from the pool of qualified 
candidates. 
Noe et al (2004: 171) observed that through personnel selection, 
organizations make decisions about who will or will not be allowed to 
join the organization. They point out that selection begins with the 
candidates identified through recruitment and attempts to reduce 
their number to the il).dividuals best qualified to perform the 
available jobs. And at the end of the process, the selected 
individuals are placed in jobs with the organization. From the above 
definitions, we can conclude that staff selection is a process through 
121 
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w h i c h  t h e  b e s t  a p p l i c a n t  i s  e n g a g e d  b y  a n  o r g a n i z a t i o n  f o r  t h e  
p u r p o s e  o f  a c h i e v i n g  t h e  g o a l s  a n d  o b j e c t i v e s  o f  t h a t  o r g a n i z a t i o n .  
T h e  g r o w t h  o f  a n y  o r g a n i z a t i o n  i s  b r o u g h t  a b o u t  b y  t h e  t o t a l i t y  o f  
t h e  c o n t r i b u t i o n s  o f  s t a f f  a v a i l a b l e  t o  i t .  I t  i s  t h e  q u a l i t y  o f  s t a f f ,  
t o g e t h e r  w i t h  a d e q u a t e  e q u i p m e n t s  i n  t h e  o r g a n i z a t i o n  a n d  i t s  
p r o p e r  m a n a g e m e n t  t h a t  l e a d s  t o  q u a l i t y  r e s u l t s / p r o d u c t s .  A s  h a v e  
b e e n  o b s e r v e d  b y  O l o w u  a n d  A d a m o l e k u n  ( 2 0 0 2 : 8 7 )  i t  i s  b e c o m i n g  
m o r e  e s s e n t i a l  t o  s e c u r e  a n d  m a n a g e  q u a l i t y  h u m a n  r e s o u r c e s  a s  
t h e  m o s t  v a l u a b l e  r e s o u r c e  o f  a n y  o r g a n i z a t i o n ,  b e c a u s e  o f  t h e  n e e d  
f o r  e f f e c t i v e  a n d  e f f i c i e n t  d e l i v e r y  o f  g o o d s  a n d  s e r v i c e s  b y  
o r g a n i z a t i o n s .  
G e n e r a l l y ,  o r g a n i z a t i o n s  a r e  b e c o m i n g  a w a r e  t h a t  f o r  t h e i r  g o a l s  
a n d  o b j e c t i v e s  t o  b e  r e a l i z e d ,  t h e r e  i s  n e e d .  f o r  t h e m  t o  h a v e  
c o m p e t e n t  s t a f f  i n  t h e i r  e m p l o y m e n t .  S u c h  c o m p e t e n t  s t a f f  a r e  
s o u r c e d  f r o m  t h e  l a b o u r  m a r k e t .  T h e  m o r e  u n i q u e  a  p r o f e s s i o n  i s ,  
t h e  m o r e  c o m p e t i t i v e  i t  i s  t o  s o u r c e  f o r  c o m p e t e n t  s t a f f  i n  t h e  l a b o u r  
m a r k e t  i n  t e r m s  o f  t i m e  a n d  m o n e y  ( G b e r e v b i e ,  2 0 0 4 :  1 7 7 ) .  
T h e  s u s t e n a n c e ,  s t a b i l i t y  a n d  c o n t i n u o u s  s m o o t h  r u n n i n g  o ( a n  
o r g a n i z a t i o n  n e c e s s i t a t e  r e p l a c e m e n t  o f  s t a f f  f o r  t h e  r e a s o n  o f  
r e s i g n a t i o n ,  r e t i r e m e n t ,  d i s m i s s a l  o r  d e a t h ,  a n d  t h i s  i s  a  r e c u r r i n g  
p h e n o m e n o n  i n  t h e  o r g a n i z a t i o n .  A s  o b s e r v e d  b y  T o r r i n g t o n  a n d  H a l l  
( 1 9 9 8 : 2 0 4 )  t h e r e  i s  a l w a y s  a  n e e d  f o r  t h e  r e p l a c e m e n t  o f  e m p l o y e e s  
i n  t h e  o r g a n i z a t i o n .  L a b o u r  t u r n o v e r  n e c e s s i t a t e s  c o n t i n u i n g  
r e p l a c e m e n t  o f  e m p l o y e e s .  W h e n  i m m e d i a t e  r e p l a c e m e n t  f a i l s  t o  t a k e  
p l a c e ,  t h e  o p e r a t i o n s ,  a c t i v i t i e s  a n d  e v e n  t h e  g o a l s  a n d  o b j e c t i v e s  
m a y  b e  u n d e r m i n e d .  T h e  c h a l l e n g e s  o r g a n i z a t i o n  f a c e s  t h e r e f o r e  i s  
h o w  t o  i d e n t i f y  p o t e n t i a l  s t a f f  t h a t  i s  r e a d y  t o  w o r k  f o r  a  l o n g  t i m e  f o r  
t h e  r e a l i z a t i o n  o f  i t s  g o a l s  a n d  o b j e c t i v e s .  
T h e o r e t i c a l  F r a m e w o r k  
I n  t h i s  p a p e r ,  t h e  d e c i s i o n - m a k i n g  t h e o r y  w a s  a d o p t e d  a s  a  b a s i s  
f o r  o u r  a n a l y s i s .  T h i s  i s  b e c a u s e ,  h i r i n g  q u a l i t y  s t a f f  t h r o u g h  
s e l e c t i o n  t h a t  e n h a n c e s  t h e  a t t a i n m e n t  o f  t h e  g o a l s  a n d  o b j e c t i v e s  o f  
t h e  o r g a n i z a t i o n  i s  a  m a n a g e m e n t  d e c i s i o n .  A c c o r d i n g  t o  N o e l  e t  a l  
( 2 0 0 4 :  1 7 1 )  " T h e  o r g a n i z a t i o n ' s  d e c i s i o n s  a b o u t  s e l e c t i n g  p e r s o n n e l  
a r e  c e n t r a l  t o  i t s  a b i l i t y  t o  s u r v i v e ,  a d a p t ,  a n d  g r o w . "  T h e y  a r g u e d  
f u r t h e r  " S e l e c t i o n  d e c i s i o n s  b e c o m e  e s p e c i a l l y  c r i t i c a l  w h e n  
o r g a n i z a t i o n s ·  f a c e  t i g h t  l a b o u r  m a r k e t s  o r  m u s t  c o m p e t e  f o r  t a l e n t  
w i t h  o t h e r  o r g a n i z a t i o n s  i n  t h e  s a m e  i n d u s t r y . "  E x a m p l e  i s  t h e  
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competition for quality staff in terms of skill, educational 
qualification and experience by both public and private universities 
in ~ige~. 
The- importance of the decision-making theory to this paper is 
based on the fact that decision-making is at the very heart of 
business success of any organization. The more quality a decision 
taken by an organization is, particularly as regard to who to hire to 
do a job and from what source, determines the quality output such 
organization will expect in terms of higher productivity and 
profitability. 
While it is essential for organizations to recruit quality staff to 
achieve its goals and objectives, the number of staff to be recruited 
per time, the time for the recruitment, and the level of seriousness 
placed on it depends largely on the recruitment policy of the 
organization. As observed by Castetter (1992: 116), the extent to 
which recruitment sources can be cultivated to locate potential 
recruits depends to a considerable degree on recruitment policy and 
plans of the organization concerned. 
Isaac (1975:230) observed that the decision-making theory 
focuses upon the decision maker as the fundamental unit of 
analysis. He points out that the basic assumptions of decision-
making theory is that of making decisions that are judgments about 
how to gain a particular objective in a given situation. In this case, 
the organization wants to achieve its goals of performance - profit 
maximization in the private sector, effective and efficient provision of 
social amenities to the people in the public sector. In either case, 
decision-making is crucial in order to achieve the goals of that 
organization. Particularly decisions concerning human resources, 
which is considered so vital to organizational effectiveness. No 
matter how well equipped an organization may be in terms of money 
and material, decisions about human resources are central to the 
attainment organizational goals. 
Isaac (1975:230) argues that the decision-making theorist does 
not claim that the model accounts for all political, social and 
economic phenomena, rather it is assumed that decision-making is 
most important an aspect of the political, social and economic 
system and consequently of primary interest to the political scientist. 
Harrison as cited in Gold-Enuwe {2002: 15) defines a decision as: 
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A  m o m e n t  i n  o n - g o i n g  p r o c e s s  o f  e v a l u a t i n g  
a l t e r n a t i v e s  r e l a t e d  t o  a  g o a l  a t  w h i c h  t h e  
e x p e c t a t i o n s  o f  t h e  d e c i s i o n - m a k e r  w h e t h e r  i n  t h e  
p u b l i c  o r  p r i v a t e  s e c t o r  w i t h  r e g a r d  t o  a  p a r t i c u l a r  
c o u r s e  o f  a c t i o n  c o m p e l  h i m  t o '  m a k e  a  s e l e c t i o n  o r  
c o m m i t m e n t  t o w a r d s  w h i c h  h e  d i r e c t s  h i s  i n t e l l e c t  
a n d  e n e r g i e s  f o r  t h e  p u r p o s e  o f  a t t a i n i n g  h i s  
o b j e c t i v e s .  
N o e l  e t  a l  ( 2 0 0 4 : 1 7 1 )  p o s i t  t h a t  " P e r s o n n e l  s e l e c t i o n  i s  t h e  
p r o c e s s  t h r o u g h  w h i c h  o r g a n i z a t i o n s  m a k e  d e c i s i o n s  a b o u t  w h o  w i l l  
o r  n o t  b e  a l l o w e d  t o  j o i n  t h e  o r g a n i z a t i o n "  a n d  t h i s  d e c i s i o n  i s  v i t a l  
t o  t h e  v e r y  s u r v i v a l  o f  t h e  o r g a n i z a t i o n .  A c c o r d i n g  t o  R o s e n b l o o m  
( 1 9 9 3 : 3 2 0 )  a d m i n i s t r a t i v e  d e c i s i o n - m a k i n g  i s  s i m p l y  t h e  c h o i c e  f r o m  
a m o n g  c o m p e t i n g  a l t e r n a t i v e s  o f  t h e  e n d s  a n d  m e a n s  t h a t  a n  
o r g a n i z a t i o n  o r  a  n a t i o n  w i l l  p u r s u e  a n d  e m p l o y  t o  r e a l i z e  i t s  g o a l s  
a n d  o b j e c t i v e s  f o r  t h e  b e n e f i t s  o f  t h e  e n t i r e  o r g a n i z a t i o n  o r  e v e n  t h e  
c o m m u n i t y .  
A n d  t o  B e r n a r d  a s  c i t e d  i n  O n w u c h e k w a  ( 1 9 9 3 : 1 5 7 )  d e c i s i o n -
m a k i n g  i s  t h e  d e l i b e r a t e  a d o p t i o n  o f  m e a n s  t o  e n d s ,  w h i c h  i s  t h e  
e s s e n c e  o f  f o r m a l  o r g a n i z a t i o n .  H e  s t r e s s e s  t h a t  w h a t  i s  i m p o r t a n t  
i n  o r g a n i z a t i o n a l  d e c i s i o n - m a k i n g  i s  t h e  s u p e r l a t i v e  d e g r e e  t o  w h i c h  
l o g i c a l  p r o c e s s e s  m u s t  a n d  c a n  c h a r a c t e r i z e  o r g a n i z a t i o n ' s  a c t i o n  a s  
c o n t r a s t e d  w i t h  i n d i v i d u a l  a c t i o n ,  a n d  t h e  d e g r e e  t o  w h i c h  d e c i s i o n  
i s  s p e c i a l i z e d  i n  a n  o r g a n i z a t i o n .  
E d i g i n  a n d  O t o g h i l e  ( 1 9 9 4 : 8 7 )  o b s e r v e d  t h a t  d e c i s i o n - m a k i n g  
w h i c h  h a s  t o  d o  w i t h  c h o o s i n g  b e t w e e n  a l t e r n a t i v e s  i s  a l m o s t  a  
u n i v e r s a l  d e f m i t i o n .  T h e y  p o i n t s  o u t  t h a t  t h e  u t i l i t y  o f  t h i s  d e f i n i t i o n  
l i e s  i n  t h e  f a c t  t h a t  n o t  o n l y  d o e s  i t  c o v e r  i n d i v i d u a l  a n d  p r i v a t e  
o r g a n i z a t i o n s '  d e c i s i o n s  t h a t  a r e  t a k e n ,  b u t  a l s o  c o v e r s  t h e  m o r e  
c o m p l e x  a n d  s y s t e m a t i c  p r o c e s s  o f  m a k i n g  n o t  o n l y  d o m e s t i c  
g o v e r n m e n t a l  d e c i s i o n s ,  b u t  t h a t  o f  f o r e i g n  p o l i c y  d e c i s i o n s  a s  i t  
r e l a t e s  t o  o n e  c o u n t r y  a n d  a n o t h e r  i n  t h e  i n t e r n a t i o n a l  s y s t e m  i n  
a c h i e v i n g  a  n a t i o n ' s  n a t i o n a l  i n t e r e s t .  
l t  i s  w o r t h y  o f  n o t e  t h a t  w h i l e  t h e  d e c i s i o n - m a k e r  { w h e t h e r  i n  t h e  
p u b l i c ,  p r i v a t e  s e c t o r ,  a n d  e v e n  a t  t h e  i n d i v i d u a l  l e v e l )  i s  t h e  f o c a l  
p o i n t  i n  d e c i s i o n  m a k i n g  t h e o r y ,  t h e  d e c i s i o n - m a k e r  i s  n o t  v i e w e d  a s  
o p e r a t i n g  w i t h i n  a  v a c u u m ,  t h e  e n v i r o n m e n t ,  t h e  s i t u a t i o n  i n  w h i c h  
t h e  d e c i s i o n  i s  t o  b e  t a k e n  i s  r e c o g n i z e d  a s  a n  i m p o r t a n t  f a c t o r ,  b o t h  
a s  a  s h a p e r  o f  o b j e c t i v e s  t h a t  t h e  o r g a n i z a t i o n  i s  s e t  t o  a c h i e v e  a n d  
a s  a  s e t  o f  l i m i t s  t h a t  h e l p  d e t e r m i n e  w h a t  m a n a g e m e n t  c a n  a n d  
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cannot do in seeking the goals and objectives of the organization 
(Isaac, 1975:230). 
There are many recruitment sources available to the organization 
that management takes the decision on which of them to settle for 
per time to enhance quality staff selection to realize the goals and 
objectives of the organization. It is the management of an 
organization that determines whether to go to a particular 
recruitment source or the labour market to get qualified staff and 
provide the fmancial resources to hire them that enhances its 
performance or operations either in the long or short run. Below is 
the decision -making model of Covenant University. 
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T a b l e  1 :  M o d e l  o f  D e c i s i o n - M a k i n g  i n  C o v e n a n t  U n i v e r s i t y  
C O V E N A N T  U N I V E R S I T Y  
O R G A N I Z A T I O N A L  S T R U C T U R E  
V i c e - C h a n c e l l o r - C h i e f  A c a d e m i c  O f f r .  
D e o t  
D e o t  D e o t  D e o t  D e o t  
c u e s  
S o u r c e :  C o v e n a n t  U n i v e r s i t y  R e g i s t r y  ( 2 0 0 6 )  
C h a n c e l l o r / C E O  
C M B  
R e g i s t r a r - C h i e f  A d m i n .  O f f r .  
G t J  
N o t e :  T h e  U m v e r s i t y • s  O r g a n o g r a m  i s  a n  e v o l v i n g  o n e  i n  v i e w  o f  
h e r  a g e  a n d  t h e  d y n a m i c  na~ure o f  t a k e o f f  c h a l l e n g e s  ·  
T h e  o r g a n i z a t i o n a l  c h a r t  a b o v e  d e s c r i b e s  t h e  d e C i s i o n - m a k i n g  
m o d e l  o f  C o v e n a n t  U n i v e r s i t y .  T h e  m o d e l  i s  U n i q u e  i n  t h e  s e n s e  t h a t  
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the university has a resident Chancellor who is the· chief executive 
officer (CEO) of the institution. The Vice-Chancellor and the 
Registrar of the institution are at the same level of hierarchy, while 
the Vice-Chancellor is the chief academic officer; the Registrar on the 
other hand is the chief Administration officer. The model has worked 
well so far and whatever achievements recorded up till now by the 
university in terms of infrastructural development, staff 
recruitment/ selection and others could be attributed to the presence 
of an executive Chancellor who oversees major developmental 
projects of the university. 
The Chancellor/CEO isat the head of the institution and below 
is the CMB - Central Management Board; this body formulates the 
main policies of the university, and the Chancellor is the President of 
the board. Below at one end is the Vice-Chancellor, who is the chief 
academic officer, and below that is the university Senate, just below 
that is the APU - Academic Planning Unit, below that is the SA-
Student Affairs, which is at the same level with the CSIS - Centre for 
Systems and Information Services, CBS - College of Business and 
Social Sciences, CST - College of Science and Technology, CHD -
College of Human Development, PGS - Post-graduate School and 
CLR - Centre for Learning Resources i.e. Library. Below the SA is 
the Welf- Welfare, Sport and Disc - Discipline. Below CBS, CST, 
CHD and CLR are the departments. 
On the other side, below the Chancellor is the Registrar, who is 
the chief administration officer of the university. Below that is the 
Est - Establishment at the same level with Acad- Academic Registry, 
CPA- Corporate Public Affairs, PPD- Physical Planning Department, 
FS- Financial Services, CHAP- Chaplaincy, and UHS- University 
Health Centre. Below the FS are CUCS - Covenant University 
Consortium Services, Acct - Accounts and Aud - Audit, which are at 
the same level, reporting to the Financial Services. 
Recruitment Sources or Labour Market for Organizations 
The following sources of labour for organizations were discussed in 
this paper: 
Part-time employees: This was on~.' of the methods adopted by 
Covenant University to select its a.cademic staff. These are people 
who are ready to offer their .services for a fixed amount of a given 
period of time depending on the arrangement. Academic staff 
moving from one university to the other as part-time lecturers or 
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t h o s e  a c a d e m i c  s t a f f  t h a t  l e a v e  t h e i r  u n i v e r s i t y  t o  w o r k  i n  a n o t h e r  
u n i v e r s i t y  o n  s a b b a t i c a l  l e a v e  a r e  g o o d  e x a m p l e s .  T h i s  r e c r u i t m e n t  
s o u r c e  i s  v e r y  v i t a l  p a r t i c u l a r l y  t o  n e w l y  e s t a b l i s h e d  p r i v a t e  
u n i v e r s i t i e s  l i k e  C o v e n a n t  U n i v e r s i t y  i n  t h e  f a c i l i t a t i o n  o f  
a c c r e d i t a t i o n  o f  i t s  c o u r s e s  b y  t h e  N a t i o n a l  U n i v e r s i t y  C o m m i s s i o n ,  
b e c a u s e  i t  p r o v i d e s  q u a l i f i e d  a n d  e x p e r i e n c e d  h a n d s .  
C a r r e l l  e t  a l  ( 2 0 0 0 : 1 5 6 )  h a v e  a r g u e d  t h a t  p a r t - t i m e  e m p l o y e e s  
h a v e  b e e n  d i s c o v e r e d  t o  b e  l e s s  e x p e n s i v e  t h a n  t h e  f u l l - t i m e  
e m p l o y e e s  t o  t h e  o r g a n i z a t i o n ,  p a r t i c u l a r l y  w h e r e  t h e  p a r t - t i m e  s t a f f  
a r e  a s  c o m p e t e n t  a s  t h e  f u l l - t i m e  e m p l o y e e s .  T h e y  p o i n t e d  o u t  t h a t  
p a r t - t i m e  w o r k e r s  s a v e s  t h e  o r g a n i z a t i o n  f r o m  i n c u r r i n g  e x p e n s e s  
l i k e  l e a v e  a l l o w a n c e s ,  m e d i c a l  b i l l s  f o r  f a m i l y  o f  s t a f f  a n d  p a y m e n t  o f  
g r a t u i t y  a n d  p e n s i o n  t o  r e t i r e d  f u l l - t i m e  s t a f f .  T h e y  o b s e r v e d  t h a t  
p a r t - t i m e  s t a f f s  a r e  m o r e  e n t h u s i a s t i c  f o r  j o b s  t h a t  a r e  t r a d i t i o n a l l y  
b o r i n g  a n d  r o u t i n e  t h a n  t h e  f u l l - t i m e  e m p l o y e e s  b e c a u s e  t h e  p a r t -
t i m e  s t a f f s  d o  n o t  h a v e  t o  f a c e  c o n s t a n t  r e p e t i t i o n ,  d a y  a f t e r  d a y  f o r  
l o n g  p e r i o d s  o f  t i m e .  
E x e c u t i v e  S e a r c h  o r  H e a d h u n t i n g :  T h i s  w a s  a n o t h e r  m e t h o d  
a d o p t e d  b y  C o v e n a n t  U n i v e r s i t y  i n  i t s  r e s o l v e  f o r  t h e  s e l e c t i o n  o f  
q u a l i t y  a c a d e m i c  s t a f f .  I t  i s  a  p r o c e s s  w h e r e b y  b e s t  c a n d i d a t e s  
c o n s i d e r e d  f i t  e n o u g h  t o  h a n d l e  a  p o s i t i o n  - p a r t i c u l a r l y  a t  t h e  
m a n a g e m e n t  l e v e l  o f  a n  o r g a n i z a t i o n  a r e  e m p l o y e d  t h r o u g h  a  t h i r d  
p a r t y  f r o m  t h e i r  p r e s e n t  p l a c e  o f  e m p l o y m e n t .  T h e  i d e a  o f  e x e c u t i v e  
s e a r c h  i s  b a s e d  o n  t h e  f a c t  t h a t  t h e  b e s t  c a n d i d a t e s  c o n s i d e r e d  f i t  
e n o u g h  t o  o c c u p y  t o p  p o s i t i o n s  i n  t h e  o r g a n i z a t i o n  a r e  n o t  i n  t h e  
c a t e g o r y  o f  t h o s e  s e e k i n g  f o r  n e w  j o b s ,  b u t  a r e  t h o s e  w h o  a r e  
s u c c e s s f u l  i n  t h e i r  p r e s e n t  j o b s  a n d  a r e  n o t  t h i n k i n g  o f  m o v i n g  
e l s e w h e r e  ( O k o h ,  1 9 9 8 : 8 5 ) .  
A  s p e c i a l i z e d  a g e n c y  f o r  a  f i x e d  a m o u n t  o f  f e e ,  u n d e r t a k e s  t o  f i n d  
s u c h  p e r s o n s  b y  m e a n s ,  w h i c h  t h e y  k e e p  s e c r e t ,  b u t  t h r o u g h  
i n f o r m a n t s .  T h e  c a n d i d a t e  i s  t h e n  a p p r o a c h e d  d i s c r e e t l y  a n d  a f t e r  a  
d i s c u s s i o n  a b o u t  s a l a r y ,  f r i n g e  b e n e f i t s  a n d  o t h e r  c o n d i t i o n s  o f  
e m p l o y m e n t ,  h e  i s  t h e n  i n t r o d u c e d  t o  t h e  e m p l o y e r .  T h i s  p r o c e s s  i s  
n o t  d o n e  t h r o u g h  t h e  r e g u l a r  o p e n  a d v e r t i s e m e n t  o n  R a d i o ,  
N e w s p a p e r ,  M a g a z i n e ,  T V ,  a n d  t h e  I n t e r n e t  ( O k o h ,  1 9 9 8 : 8 5 ) .  
O l d e r  w o r k e r s :  T h i s  s o u r c e  o f  s t a f f  s e l e c t i o n  w a s  o f  m a j o r  
i m p o r t a n c e  t o  C o v e n a n t  U n i v e r s i t y  i n  i t s  q u e s t  f o r  q u a l i t y  a c a d e m i c  
s t a f f  e m p l o y m e n t .  I t  i s  a  s i t u a t i o n  w h e r e b y  a n  o r g a n i z a t i o n  d e c i d e s  
t o  b r i n g  i n t o  i t s  w o r k f o r c e ,  o l d e r  w o r k e r s  w h o  m a y  · b e  b e t w e e n  t h e  
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ages of 45 and 70years old. The advantag<:. of this is that it sav .. s the 
organization time, energy and money that it would have taken to 
train competent hands in that particular area (Carrell et al, 
2000: 156). This source of labour contributed greatly to the 
enhancement of quality academic staff selection in Covenant 
University. By deciding to engage older workers who are already 
vast in their various fields, the university was able to commence 
operation immediately without delay at the inception of the academic 
session on October 21st 2002, because the source made available 
competent and experience quality academic staff to the university. 
Underemployed: This was another selection source of quality 
academic staff for Covenant University. It comprises of individuals 
who though in full-time employment, feel they are under-employed 
because their jobs are unrelated to their interests and training. 
Although, people in this category may not be necessarily looking for 
jobs, they may want to be recruited by another organization because 
they would prefer jobs more in line with their training, skills and 
interest (Carrell et al, 2000: 156). Professionals like Lawyers and 
Accountants were employed into Covenant Universities for a part 
time lecturing job in their area of professional specialization. 
Unemployed: This has been one of the major sources of staff 
employment for the Covenant University. The unemployed in the 
society are the most available recruitment source for organizations. 
They can be found in any area in terms of skills, qualification and 
experience. They could be contacted through direct application, 
employment agencies, or advertisement (Carrell et al, 2000: 156). 
According to Byars and Rue (2004: 140) job advertising for the 
employment of staff into an organization are commonly placed in 
daily newspapers and in trade and professional publications for easy 
access by those seeking for employment in these organizations. 
Pirating or Poaching: This source was very crucial to Covenant 
University quest to have quality academic staff in its employment in 
its bid to get its courses/programmes accredited by the National 
University Commission. It is a situation whereby one organization 
on becoming aware that a particular individual or group of 
individuals in a particular organization can best handle an aspect ot 
a task in the organization, decides to go for such a person or person !i-
with a view to bringing them into its own organization as employees. 
This happen where an organization does not deem it necessary to 
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d e v e l o p  a n d  t r a i n  i t s  o w n  s t a f f  i n  t h a t  p a r t i c u l a r  f i e l d ,  e i t h e r  b e c a u s e  
o f  t i m e  o r  t h e  h u g e  f i n a n c i a l  i m p l i c a t i o n s  i n v o l v e d .  T h e  s t a f f  s o  
r e c r u i t e d  i n  t h i s  w a y ,  ( p i r a t i n g  o r  p o a c h i n g )  a r e  u s u a l l y  p a i d  h i g h e r  
r e m u n e r a t i o n  i n  t h e  n e w  o r g a n i z a t i o n '  ( C a r r e l l  e t  a l ,  2 0 0 0 :  1 5 6 ) .  
E m p l o y i n g  a  s e n i o r  l e c t u r e r  o r  a n  a s s o c i a t e  p r o f e s s o r  f r o m  o n e  
u n i v e r s i t y  w i t h  a  p r o m i s e  t o  m a k e  h i m / h e r  a  f u l l  p r o f e s s o r  i n  t h e  
n e w  a p p o i n t m e n t  i s  a  g o o d  e x a m p l e .  
R e d e p l o y i n g :  T h i s  s o u r c e  p l a y e d  s i g n i f i c a n t  r o l e  i n  s t a f f  e m p l o y m e n t  
a t  t h e  C o v e n a n t  U n i v e r s i t y .  Q u a l i f i e d  h a n d s  w e r e  r e d e p l o y e d  i n t o  
a c a d e m i c  f i e l d  f r o m  o t h e r  s e c t i o n s  o f  t h e  u n i v e r s i t y .  I t  i s  a  s i t u a t i o n  
w h e r e b y  a n  o r g a n i z a t i o n  m o v e s  i t s  s t a f f  f r o m  o n e  s e c t i o n  o f  t h e  
w o r k f o r c e  t o  a n o t h e r  s e c t i o n .  T h i s  m a y  b e  a s  a  r e s u l t  o f  o v e r  s t a f f i n g  
i n  t h a t  p a r t i c u l a r  s e c t i o n ,  o r  t h a t  a f t e r  a  s t u d y  o f  t h e  s t a f f  o v e r  a  
p e r i o d  o f  t i m e ,  h a d  d i s c o v e r e d  t h a t  t h e  s t a f f  s o  r e d e p l o y e d  c a n  b e s t  
f u n c t i o n  i n  t h a t  n e w  s e c t i o n ,  i n s t e a d  o f  e n g a g i n g  f r e s h  e m p l o y e e s  t o  
d o  t h e  s a m e  j o b  ( C a r r e l l  e t  a l ,  2 0 0 0 :  1 5 6 ) .  
A c c o r d i n g  t o  B y a r s  a n d  R u e  ( 2 0 0 4 : 1 3 7 - 1 3 8 ) ,  o n e  o f  t h e  b e s t  
r e c r u i t m e n t  s o u r c e s  o r  l a b o u r  m a r k e t  f o r  b e s t  t a l e n t s  i s  t h e  
o r g a n i z a t i o n ' s  o w n  e m p l o y e e s .  T h e y  o b s e r v e d  t h a t  t h i s  i s  s o  b e c a u s e  
o f  t h e  a d v a n t a g e s  t h e  o r g a n i z a t i o n  s t a n d s  t o  d e r i v e  f r o m  i t .  T h e s e  
a r e :  F i r s t ,  t h e  o r g a n i z a t i o n  i s  i n  a  b e t t e r  p o s i t i o n  t o  k n o w  o r  h a v e  
g o o d  i d e a  o f  t h e  s t r e n g t h s  a n d  w e a k n e s s e s  o f  i t s  e m p l o y e e s ,  t h i s  i t  
c a n  d o  b y  m a i n t a i n i n g  a  s k i l l s  i n v e n t o r y  w h i c h  i t  c a n  u s e  a s  a  
s t a r t i n g  p o i n t  f o r  r e c r u i t i n g  f r o m  w i t h i n .  S e c o n d ,  r e c r u i t m e n t  f r o m  
w i t h i n  c a n  h a v e  a  s i g n i f i c a n t ,  p o s i t i v e  e f f e c t  o n  e m p l o y e e  m o t i v a t i o n  
a n d  m o r a l e  w h e n  i t  c r e a t e s  p r o m o t i o n  o p p o r t u n i t i e s  o r  p r e v e n t s  l a y -
o f f .  
W h e n  e m p l o y e e s  k n o w  t h e y  w i l l  b e  c o n s i d e r e d  f o r  o p e n i n g s ,  t h e y  
h a v e  a n  i n c e n t i v e  f o r  g o o d  p e r f o r m a n c e .  O n  t h e  o t h e r  h a n d ,  i f  
e m p l o y e e s  k n o w  t h a t  o u t s i d e r s  a r e  u s u a l l y  g i v e n  t h e  f i r s t  
o p p o r t u n i t y  t o  f i l l  o p e n i n g s ,  t h e  e f f e c t  i s  t h e  o p p o s i t e  - d e m o t i v a t i o n  
a n d  h e n c e  p o o r  p e r f o r m a n c e .  T h i r d ,  d u e  t o  h i g h  i n v e s t m e n t  o f  t h e  
o r g a n i z a t i o n  o n  i t s  s t a f f ,  f u l l  u s e  o f  t h e  a b i l i t i e s  o f  t h e  o r g a n i z a t i o n ' s  
e m p l o y e e s  i m p r o v e s  t h e  o r g a n i z a t i o n ' s  r e t u r n  o n  i t s  i n v e s t m e n t .  
B y a r s  a n d  R u e ,  h o w e v e r  p o i n t e d  o u t  s o m e  d i s a d v a n t a g e s  
a s s o c i a t e d  w i t h  s e l e c t i n g  f r o m  i n t e m a l  s t a f f  t o  f i l l  v a c a n t  p o s i t i o n s  
a s :  F i r s t ,  i n f i g h t i n g  f o r  p r o m o t i o n s .  T h i s  c a n  b e c o m e  o v e r l y  i n t e n s e  
a m o n g s t  s t a f f  a n d  h a v e  a  n e g a t i v e  e f f e c t  o n .  t h e  m o r a l e  a n d  
1 3 0  
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performance of the people who are not promoted. Second, It may 
stifle new ideas and innovation when selecting to fill vacant positions 
comes only from internal sources (Ibid: 139). 
Outsourcing: This source played a major role in quality academic 
staff employment at the Covenant University, particularly in the area 
of training of the internal academic staff in post-graduate 
programmes by external lecturers. Quible (1996:203) has observed 
that an organization could also use what he called 'Out-sourcing' to 
get its job done effectively. He referred to 'out-sourcing' as a process 
whereby the organization turns over certain of its functions to an 
outside agency in the form of a contract that has the specialization 
necessary to perform them well. On their part, Noel et al (2004:49) 
see outsourcing as the practice of having another company (a 
vendor, third party provider, or consultant) provides services. 
One of the functions that could be outsourced by organizations 
and that actually took place at the Covenant University is the post-
graduate training for internal academic staff of the university by 
external lecturers on contract terms. Quible (1996:204) argues that 
the advantages an organization derives from the out-sourcing 
methods include: cost reduction, prevention of over-staffing, 
enhancement of quality of work process and saving of administrative 
over-head. However, Thompson et al (2004:257) points out the 
dangers of excessive outsourcing by organizations to include: losing 
control over the performance of key value chain activities and 
becoming overly dependent on outsiders. 
Relationship between Staff Recruitment/Selection Policies of an 
Organization and Labour Market Characteristics. 
There is a strong relationship between staff recruitment/ selection 
policies of an organization and the labour market characteristics. 
According to Rynes (1991:399) employers change their policies on 
staff recruitment/ selection in response to changes in the labour 
market condition - like scarcity of qualified manpower to take up 
teaching appointments in the Nigerian universities. Cascio 
(2003:206) posits that as labour becomes increasingly scarce in 
terms of skill, experience and educational qualification, employers 
may change their policies in the following ways: 
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i .  I m p r o v i n g  t h e  c h a r a c t e r i s t i c s  o f  v a c a n t  p o s i t i o n s  - b y  
r a i s i n g  s a l a r i e s  o r  i n c r e a s i n g  t r a i n i n g  a n d  e d u c a t i o n a l  
b e n e f i t s ;  
i i .  R e d u c i n g  h i r i n g  s t a n d a r d s ;  
i i i .  U s i n g  m o r e  ( a n d  m o r e  e x p e n s i v e )  r e c r u i t i n g  m e t h o d s ;  a n d  
i v .  E x t e n d i n g  s e a r c h e s  o v e r  a  w i d e r  g e o g r a p h i c a l  a r e a .  
R e d u c i n g  h i r i n g  s t a n d a r d  i s  a  m e a n s  w h i c h  o r g a n i z a t i o n  u s e s  t o  
a c h i e v e  i t s  g o a l s  a n d  o b j e c t i v e s  i n  t h e  s h o r t  r u n .  · F o r  i n s t a n c e ,  a  
n e w l y  e s t a b l i s h e d  u n i v e r s i t y  w i t h  a  h i g h  a c a d e m i c  s t a f f  s e l e c t i o n  
s t a n d a r d ,  f a c e d  w i t h  t h e  N a t i o n a l  U n i v e r s i t y  C o m m i s s i o n ' s  
a c c r e d i t a t i o n ,  w h i c h  i s  a  b a s i s  f o r  t h e  c o n t i n u e d  p a t r o n a g e  b y  
p r o s p e c t i v e  s t u d e n t s ,  m a y  w a v e  a s i d e  c e r t a i n  a s p e c t s  o f  i t s  s t a f f  
s e l e c t i o n  p o l i c i e s  - l i k e  n o t  w a n t i n g  t o  r e c r u i t  r e t i r e d  s e n i o r  
a c a d e m i c s  i n t o  i t s  e m p l o y m e n t .  T h i s  d o e s  h a p p e n  a s  a  r e s u l t  o f  t h e  
s c a r c i t y  o f  a c a d e m i c  s t a f f  w i t h  P . h D  a n d  P r o f e s s o r s  i n  t h e i r  v a r i o u s  
f i e l d s  i n  N i g e r i a .  
F a c t o r s  t h a t  a f f e c t  t h e  g e n e r a l  l a b o u r  m a r k e t  
T h e  l a b o u r  m a r k e t  o f  a n y  n a t i o n  i s  t h e  t o t a l i t y  o f  t h e  h u m a n  
r e s o u r c e s  t h a t  a r e  a v a i l a b l e ,  a n d  a r e  r e a d y  t o  w o r k .  T h e  s u p p l y  o f  
l a b o u r  t o  o r g a n i z a t i o n s  i s  i n f l u e n c e d  b y  t h e  p r e v a i l i n g  c i r c u m s t a n c e s  
i n  t h a t  s o c i e t y  p e r  t i m e .  C o l e  ( 2 0 0 2 : 1 4 8  &  2 0 0 )  p o i n t e d  o u t  s o m e  
f a c t o r s  t h a t  c o u l d  a f f e c t  t h e  g e n e r a l  l a b o u r  m a r k e t  t o  i n c l u d e  
e c o n o m i c ,  s o c i a l  a n d  p o l i t i c a l .  
P e r i o d s  o f  E c o n o m i c  S l u m p  
D u r i n g  p e r i o d s  o f  e c o n o m i c  s l u m p  u s u a l l y  a s s o c i a t e d  w i t h  h i g h  
l e v e l s  o f  u n e m p l o y m e n t  i t  i s  e a s i e r  f o r  e m p l o y e r s  t o  h i r e  l a b o u r  o n  
t h e i r  t e r m s  a n d  c h e a p l y .  C o n v e r s e l y ,  w h e r e  t h e r e  i s  e c o n o m i c  b o o m ,  
t h e r e  i s  b o u n d  t o  b e  d e m a n d  f o r  m o r e  m a n p o w e r .  I t  b e c o m e s  t h e  
e m p l o y e e s '  m a r k e t ,  p a r t i c u l a r l y  f o r  t h e  h i g h l y  p r o f e s s i o n a l  p e o p l e ,  
a n d  e m p l o y e r s  w o u l d  r e g a r d  t h e  l a b o u r  m a r k e t  a s  d i f f i c u l t .  
S o c i a l  f a c t o r s  
I n  s i t u a t i o n s  o f  s o c i a l  u n r e s t  o r  d e p r e s s i o n  i n  t h e  s o c i e t y ,  t h e  
s k i l l e d  m a n p o w e r  w o u l d  t e n d  t o  t a k e  u p  j o b s  a b r o a d .  L o c a l  
o r g a n i z a t i o n s  w o u l d  t h e n  b e  d e n i e d  t h e  m u c h  n e e d e d  s k i l l e d  
m a n p o w e r .  I n  s u c h  s i t u a t i o n s  e m p l o y e r s  a r e  b o u n d  t o  p a y  h e a v i l y  
i n  t e r m s  o f  t i m e  a n d  m o n e y  t o  a c q u i r e  t h e  s k i l l e d  m a n p o w e r  
a v a i l a b l e .  
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Political factor 
Labour market can either be favourable or not favourable to . 
organizations, depending on political considerations such as those of 
govemxnent legislation, level of state benefits, taxation policies of 
·. government and political instability in the society. These could make 
the labour market favourable or not favourable to organizations. 
Where there is political instability, less emphasis is placed on 
acquiring labour by organizations. 
Benefits of Adequate Identification of Recruitment Sources of 
Quality Staff' for the Organization. 
The adequate identification of labour recruitment sources from 
where organizations can attract competent or quality staff within a 
short notice, without disrupting its activities is a strategy for 
organiZational performance. Armstrong (2001:316) has observed 
that Employee resourcing strategy is a vital part of both the 
formulation and implementation of business strategies . 
• 
Adequate identification of labour recruitment sources for quality 
staff is very important to the organization. It helps the organization 
to overcome the short - term draw back of immediate replacement of 
staff that has to perform sensitive and immediate tasks that may be 
left undone as . a result of sudden resignation, death or leave of 
absence. 
As observed by Bartol and Martin (1998:320), the intemal work 
force of an organization may experience changes brought about by 
staff retirements, resignations, terminations, death and leave of 
absence.· These could cause major shifts in the need for human 
resource in the organization. They argued that in order for 
organizations to retain greater flexibility in staff recruitment, it 
should make use of 'contingent workers' to keep the system going 
without obstruction. They referred to 'contingent workers' as part-
time workers and those hired on a temporary basis to handle areas 
of fluctuating demand or changing needs that cannot be handled by 
the organization's full-time staff at least in the very short-run. By so 
doing, the smooth running of the organizational activities to achieve 
its goals and objectives is assured. 
The goals and objectives of organizations are more likely to be 
achieved when quality staff are brought into that organization. 
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Q u a l i t y  s t a f f  a r e  t h o s e  s t a f f  r e c r u i t e d  i n t o  t h e  o r g a n i z a t i o n  o n  t h e  
b a s i s  o f  t h e i r  u n i q u e  e d u c a t i o n a l  q u a l i f i c a t i o n s ,  s k i l l s ,  w o r k  
e x p e r i e n c e  a n d  o t h e r  f a c t o r s  t h a t  m 3 ; y  b e  o f  b e n e f i t s  t o  t h e  
r e a l i z a t i o n  o f  o r g a n i z a t i o n a l  g o a l s .  
T h e  p r e s e n c e  o f  q u a l i t y  s t a f f  i n  a n  o r g a n i z a t i o n  e n h a n c e s  t h a t  
o r g a n i z a t i o n ' s  p r o d u c t i v e  c a p a c i t y  a n d  h e n c e  e a r n s  t h e  o r g a n i z a t i o n  
g o o d  r e c o g n i t i o n  b y  m e m b e r s  o f  t h e  p u b l i c  a n d  h i g h e r  r e t u r n s  o n  
i n v e s t m e n t .  O n  t h e  o t h e r  h a n d  l a c k  o f  q u a l i t y  s t a f f  i n  a n  
o r g a n i z a t i o n  r e d u c e s  t h e  o r g a n i z a t i o n ' s  p r o d u c t i v e  c a p a c i t y  a n d  
h e n c e  l o w  r e t u r n s  o n  i n v e s t m e n t  - ; . ,  
L i n k a g e  b e t w e e n  L a b o u r  S o u r c i n g  D e c i s i o n s  a n d  O r g a n i z a t i o n a l  
P e r f o r m a n c e  
T h e  h u m a n  r e s o u r c e  o f  a n  o r g a n i z a t i o n  i s  v e r y  v i t a l  t o  t h e  
a t t a i n m e n t  o f  t h e  o r g a n i z a t i o n a l  g o a l s  a n d  o b j e c t i v e s .  T h e r e  i s  a  
l i n k a g e  b e t w e e n  l a b o u r  s o u r c i n g  d e c i s i o n  a n d  o r g a n i z a t i o n a l  
p e r f o r m a n c e .  T h e  l i n k a g e  i s  b a s e d  o n  t h e  f a c t  t h a t  f o r  o r g a n i z a t i o n  t o  
a c h i e v e  i t s  g o a l s  a n d  o b j e c t i v e s ,  t h e  l a b o u r  s o u r c i n g  d e c i s i o n s  o n  
w h e r e  t o  g e t  q u a l i t y  s t a f f  a n d  w h e n  t o  h i r e  t h e m  b e c o m e s  v e r y  
c r u c i a l  t o  t h e  p e r f o r m a n c e  a n d  s u r v i v a l  o f  t h a t  o r g a n i z a t i o n .  
A c c o r d i n g  t o  N o e l  e t  a l  ( 2 0 0 4 :  1 7 1 ) ,  " t h e  o r g a n i z a t i o n ' s  d e c i s i o n  
a b o u t  s e l e c t i n g  p e r s o n n e l  a r e  c e n t r a l  t o  i t s  a b i l i t y  t o  s u r v i v e ,  a d a p t  
a n d  g r o w . "  T h e  d e c i s i o n  o f  o r g a n i z a t i o n  t o  l a y - o f f  m o s t  p a r t  o f  i t s  
v i t a l  w o r k f o r c e  f o r  e x a m p l e ,  d u e  t o  p r e s e n t  l o w  p a t r o n a g e  o f  i t s  
p r o d u c t s  m a y  b e  d e t r i m e n t a l  t o  t h e  g r o w t h  a n d  s u r v i v a l  o f  t h a t  
o r g a n i z a t i o n  i n  t h e  l o n g  - r u n ,  p a r t i c u l a r l y  w h e n  t h e  f o r t u n e  o f  t h a t  
o r g a n i z a t i o n  c h a n g e s  f o r  t h e  b e t t e r .  W h e n  t h i s  h a p p e n s ,  i t  m a y  b e  
d i f f i c u l t  f o r  t h e  o r g a n i z a t i o n  t o  g e t  q u a l i f i e d  a n d  d e d i c a t e d  s t a f f  w h o  
a r e  f a m i l i a r  w i t h t h e  w o r k  e n v i r o n m e n t  o f  t h a t  o r g a n i z a t i o n  t o  c a r r y  
o u t  i t s  a c t i v i t i e s .  
T h e  d e c i s i o n  t h e r e f o r e  b y  o r g a n i z a t i o n  i n  t h e  a r e a  o f  a d e q u a t e  
i d e n t i f i c a t i o n  o f  r e c r u i t m e n t  s o u r c e s  o f  q u a l i t y  s t a f f  t o  c a r r y  o u t  i t s  
a c t i v i t i e s  b e c o m e s  a  c a t a l y s t  f o r  o r g a n i z a t i o n a l  g o a l  a t t a i n m e n t  a n d  
e n h a n c e d  p e r f o r m a n c e .  W h i l e  t h e  f o r m e r  m a y  b e  t e r m e d  b a d  
d e c i s i o n ,  t h e  l a t e r  o n  t h e  o t h e r  h a n d  m a y  b e  t e r m e d  a  g o o d  d e c i s i o n  
b y  o r g a n i z a t i o n  t o  a c h i e v e  i t s  g o a l s  a n d  o b j e c t i v e s .  
A  C a s e  S t u d y :  O v e r c o m i n g  t h e  P r o b l e m  o f  S o u r c i n g  f o r  L a b o u r  b y  
N e w  U n i v e r s i t i e s  i n  N i g e r i a  - T h e  C o v e n a n t  U n i v e r s i t y .  
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In Nigerian public universities, it has been estimated that in 
some programmes, the ratio of lecturer to students is not less than 
1:200 (Source: Discussion). What the above means is that there is 
scarcity of qualified academic manpower in Nigeria. For private 
universities to emerge at this critical stage of lack of qualified people 
willing to take up appointment in the universities as academic staff 
further aggravates the problem of qualified academic staff scarcity in 
the Nigerian universities. 
Covenant University assumed its first academic section 
2002/2003 on October 21st 2002 , with three colleges namely; 
College of Business and Social Sciences, College of Human 
Development and College of Science and Technology. The university 
started with a student population_ of 1,500 and academic staff 
strength of less than 80. The university came into being at a time 
when even the older public universities in Nigeria where in dire need 
of qualified manpower to take up tPaching appointments in higher 
institutions in the country. 
In order to employ quality staff, the university identified the 
labour recruitment sources from where it selected quality academic 
staff to include Part-time employees, Executive search, older workers 
or retired senior academics, unemployed graduates, pirating or 
poaching of staff from other institutions, redeploying of staff and 
outsourcing process. With the decision to get staff from these 
sources, the university was able to take-off immediately. The proper 
identification of the recruitment sources has made the university to 
achieve htgh success in its quest for quality academic staff selection 
into its employment. Below 1s the table showing the total number of 
current academic staff, status and distribution at the Covenant 
University. 
Table 2: Shows Information on Academic Staff Strength of 
Covenant University 
S/n. Description (Lecturers) Total Staff 
1. College of Business and Social Sciences 72 
2. College of Human Development 39 
3. College of Science and Technology 110 
4. Library 8 
Total All Academic Staff 229 
Source: Covenant Umvers1ty (Regtstry) 2006. 
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T a b l e  3 :  S h o w s  t h e  D i s t r i b u t i o n  o r  A c a d e m i c  S t a f f  A c c o r d i n g  t o  
S t a t u s  
S / n .  
S t a t u s  o r  A c a d e m i c  S t a f f  T o t a l  S t a f f  
1 .  P r o f e s s o r s  
1 4  
2 .  S t a f f  w i t h  P h . D  D e g r e e s  4 6  
3 .  
S t a f f  w i t h  M a s t e r s  D e g r e e s  
1 5 0  
4 .  S t a f f  w i t h  f i r s t  D e g r e e s  3 3  
5 .  
P a r t - T i m e  L e c t u r e r s  
2  
6 .  
L e c t u r e r s  o n  S a b b a t i c a l s  
1 3  
S o u r c e :  C o v e n a n t  U n i v e r s i t y  ( R e g i s t r y )  2 0 0 6 .  
L i n k a g e  b e t w e e n  L a b o u r  S o u r c i n g  D e c i s i o n  a n d  C o v e n a n t  
U n i v e r s i t y  E n h a n c e d  
P e r f o r m a n c e  
T h e  d e c i s i o n  o f  t h e  u n i v e r s i t y  t o  a d e q u a t e l y  i d e n t i f y  r e c r u i t m e n t  
s o u r c e s  a n c i  s e l e c t  i t s  a c a d e m i c  s t a f f  f r o m  t h e s e  s o u r c e s  y i e l d e d  a  
r e s o u n d i n g  s u c c e s s  a t  i t s  f i r s t  a t t e m p t  a t  a c c r e d i t a t i o n  o f  i t s  
p r o g r a m m e s  b y  t h e  N a t i o n a l  U n i v e r s i t y  C o m m i s s i o n ,  l e s s  t h a n  t h r e e ·  
y e a r s  o f  i t s  e x i s t e n c e .  T h e  u n i v e r s i t y  p r e s e n t e d  1 6  p r o g r a m m e s  f o r  
a c c r e d i t a t i o n  b y  t h e  N U C ,  C o v e n a n t  U n i v e r s i t y  d i d  n o t  o n l y  h a v e  a l l  
i t s  c o u r s e s  a c c r e d i t e d  s u c c e s s f u l l y ,  b u t  w a s  a l s o  r a n k e d  a s  t h e  b e s t  
u n i v e r s i t y  i n  t h e  a c c r e d i t a t i o n  e x e r c i s e  i n  N i g e r i a  a t  t h e  2 0 0 5  
p r o g r a m m e  a c c r e d i t a t i o n  e x e r c i s e  i n  t h e  N i g e r i a n  U n i v e r s i t i e s .  B e l o w  
i s  t h e  t a b l e  s h o w i n g  t h e  p r o g r a m m e s  a c c r e d i t e d  b y  t h e  N U C  
a c c o r d i n g  t o  c o l l e g e s .  
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Table 4: Shows the Programmes Accredfted According to 
Colleges at the Covenant University by the National University 
Commission. 
College 
College of business and Social 
Sciences 
College of Science and 
Technology 



















Source: Covenant University Records {2005). 
Overcoming the Problem of Academic Staff Scarcity by the 
Covenant UD.lvenlty 
In order to overcome the problem of lack of qualified staff facing 
universities in Nigeria, and to further meet the academic manpower 
need of the university, Covenant University decided to employ the 
services of 29 older and qualified manpower particularly at the 
higher degree (P.hD) level as associate lecturers from public 
universities all over the country in addition to the 229 academic staff 
of various qualifications in its employment. The main goal of these 
associate lecturers is to train internally the lecturers employed by 
the university that needed to obtain the higher degrees that will 
enable them function properly as academic staff of the university. 
Cu.rrently a total of 156 academic staff are under going post-
graduate programme in various discipline in the university. Below is 
the table showing the number of academic staff under going the 
post-graduate training. -
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T~ble 5 :  S h o w s  A c a d e m i c  S t a f f  u n d e r  g o i n g  t h e  P o s t - g r a d u a t e  
P r o g r a m m e  a t  t h e  C o v e n a n t  U n i v e r s i t y .  
D e g r e e  i n  V i e w  
N u m b e r  o f  S t a f f  
M p h i l  I  P h D .  
1 2 3  
M a s t e r s  D e g r e e s  
3 3  
T o t a l  
1 5 6  
S o u r c e :  C o v e n a n t  U n i v e r s i t y  P o s t - g r a d u a t e  H a n d b o o k  ( 2 0 0 6 } .  
T h e  d e c i s i o n  t o  e n g a g e  t h e  s e r v i c e s  o f  a s s o c i a t e  a c a d e m i c s  i n t o  
C o v e n a n t  U n i v e r s i t y  n o  d o u b t  h a s  h e l p e d  i n  n o  s m a l l  m e a s u r e  t o  
s o l v e  t h e  t r a i n i n g  r e q u i r e m e n t  o f  a c a d e m i c  m a n p o w e r  n e e d s  o f  t h e  
i n s t i t u t i o n .  T h i s  i s  b e c a u s e  w i t h  t h e  1 5 6  a c a d e m i c  s t a f f  c u r r e n t l y  
i n v o l v e d  i n  t h e  i n t e r n a l  s t a f f  d e v e b p m e n t - t r a i n i n g  p r o g r a m m e  a t  
t h e i r  v a r i o u s  l e v e l  o f  c o m p l e t i o n ,  t h e  s h o r t - t e r m  a c a d e m i c  m a n p o w e r  
n e e d s  o f  t h e  u n i v e r s i t y  w o u l d  s u c c e s s f u l l y  b e  s o l v e d .  T h i s  i n t e r n a l  
t r a i n i n g  o f  s t a f f  e m b a r k e d  u p o n  a s  s o u r c e  o f  q u a l i f i e d  l a b o u r ,  h a s  
p o s i t i o n e d  C o v e n a n t  U n i v e r s i t y  t o  b e  o n  i t s  w a y  t o  o v e r c o m i n g  t h e  
p r o b l e m  o f  l a b o u r  s o u r c i n g  p a r t i c u l a r l y  a t  t h e  h i g h e r  d e g r e e  l e v e l  
f a c i n g  t h e  N i g e r i a n  u n i v e r s i t i e s  n a t i o n - w i d e .  
C o n c l u s i o n  a n d  t h e  W a y  F o r w a r d  
I n  t h e  s t u d y ,  i t  w a s  e s t a b l i s h e d  t h a t  t h e  h u m a n  r e s o u r c e  o f  a n  
o r g a n i z a t i o n  i s  t h e  m o s t  v i t a l  r e s o u r c e  f o r  t h e  r e a l i z a t i o n  o f  t h e  g o a l s  
a n d  o b j e c t i v e s  o f  t h a t  o r g a n i z a t i o n .  A s  a  r e s u l t ,  a d e q u a t e  
i d e n t i f i c a t i o n  o f  l a b o u r  r e c r u i t m e n t  s o u r c e s ,  w h e r e  c o m p e t e n t  s t a f f  
c o u l d  b e  r e c r u i t e d  w i t h i n  a  s h o r t  n o t i c e  t o  c a r r y  o u t  t h e  i m m e d i a t e  
t a s k  o f  t h e  o r g a n i z a t i o n  a n d  e n s u r e  c o n t i n u i t y  o f  t h e  a c t i v i t i e s  o f  t h e  
o r g a n i z a t i o n  i s  v e r y  i m p o r t a n t .  I n  a  s i t u a t i o n  o f  s u d d e n  v a c a n c i e s  
t h a t  m a y  e x i s t  f r o m  t i m e  t o  t i m e ,  w h i c h  m a y  b e  n e c e s s i t a t e d  b y  
r e s i g n a t i o n  o r  l e a v e  o f  a b s e n c e  i n  t h e  o r g a n i z a t i o n ,  s u c h  
i d e n t i f i c a t i o n  c a n  b e  v e r y  v i t a l  t o  t h e  a t t a i n m e n t  o f  o r g a n i z a t i o n a l  
g o a l s  a n d  o b j e c t i v e s .  
O r g a n i z a t i o n s  l i k e  C o v e n a n t  U n i v e r s i t y  h a v e  r e a l i z e d  t h e  
i m p o r t a n c e  o f  a d e q u a t e  i d e n t i f i c a t i o n  o f  l a b o u r  r e c r u i t m e n t  s o u r c e s ,  
w h i c h  h a s  e n h a n c e d  t h e  s e l e c t i o n  o f  q u a l i t y  s t a f f  t o  c a r r y  o u t  t h e  
t a s k  o f  t h e  o r g a n i z a t i o n  f o r  i t s  s u r v i v a l  a n d  g r o w t h .  I n  t h e  s t u d y  w e  
f i n d  o u t  t h a t  t h e r e  i s  a  r e l a t i o n s h i p  b e t w e e n ·  l a b o u r  s o u r c i n g  
d e c i s i o n  a n d  o r g a n i z a t i o n a l  p e r f o r m a n c e .  W e  n o t e d  t h a t  t h e  d e c i s i o n  
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to identify which labour market to go for staff selection is that of 
management of the organization. 
The study recommends that organizations such as universities 
· ~, should be proactive in the area of sourcing for competent academic 
staff, in order to achieve the goals of the university. This it could do 
by taking the issue of adequate identification of labour recruitment 
sources very seriously, by identifying labour sources like 
unemployed graduates, the industries, institutions of higher learning 
and retired senior academics, and provision of the resources in 
terms of finance to hire them. 
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